The paper presents the findings of the study that 
Introduction and Background
Recently the topic of career management and employee retention has dominated research interests among human resources experts and academics. Continuous changes in the global economy have seen rising levels of work and career related uncertainties resulting in high labour mobility, restructuring and transformation in the workplace (Maree, 2012; Andersen, Haahr, Hansen and Holm-Pedersen, 2008; Huws & Ramioul, 2006; Kalleberg, 2003) . Under such conditions endeavours to come up with sound and sustainable career management practices to reduce labour mobility becomes imminent. This is owing to the fact that the human resource is the most important resource compared with other resources like machine, material, land, etc. in the organization context (Erasmus, Loedolff, Mda & Nel, 2013) ; their welfare and effectiveness are a major determinant to the organisation's success.
Research indicates that satisfied employees due to good career management practices tend to be committed to an organization (Cooper-Hakim & Viswesvaran, 2005) , and employees who are satisfied and committed are more likely to stay with the organization (retention). Employee retention according to Coetzee and Schreuder (2012) refers to initiatives taken by management to keep employees from leaving the organization, such as rewarding employees for performing their jobs effectively; ensuring harmonious working relations between employees and managers; and maintaining a safe, healthy work environment. Employees' retention is crucial to the organisation's success, therefore organizations need to take cognisance of the changing priorities of job candidates as well as what attracts candidates to jobs and organizations (Redman & Wilikinson, 2009) . Consequently, an analysis of organisations' work design practices and their impact on employee retention with the aim of coming with solutions to the increasing employee turnover among many organisations in South Africa is imminent. In the view of the researchers, most of the employees face problems when their roles are periodically and this becomes complex because of ever changing industrial environments due to global competition among industries. These changes highly impact on employees' satisfaction and their retention. So, these issues are to be studied empirically.
Career Management Practices: A Focus on Work Design
There are very few studies carried out in South Africa in respect of the impact of work design on employee retention. A research carried out by Mostafa (2012) focused on the impact of job satisfaction on employee retention. Another research carried out by Mam and Mace (2010) focused on the impact of job design on employees' performance. Another research done by Gialuisi (2012) focused on Voluntary employee turnover and retention practices. There is a little empirical evidence pointing at the relationship between work design and employees' retention, particularly in the developing nations, South Africa included (Cappelli, 2000; Cole 2000; and Accenture, 2001) . Further a research carried out by Riyasa (2008) focused on 'Impact of job design on Employee`s Satisfaction'. So it is possible to note that very few studies were carried out on job design in relation to employee retention especially in the wholesale & retail and banking sector in South Africa.
It seems that there is a gap in this knowledge about testing the relationship between work design and employees' retention. Therefore the study seeks to investigate the effectiveness of employees' work design, the degree of employees' retention; investigate whether work design significantly relates to employees' retention among employees in the wholesale, retail and banking industry.
Research Framework
The study is framed around Heckman and Oldham (1976) `s Job characteristics model (JCM) which suggests that positive performance and well-being outcomes (such as employee retention will result from employee experience aspects (work design variables). Therefore the study explores the relationship between work design variables and employee retention. Consequently work design in the context of this study consist of use of own imagination, job design, job description, control of work schedule, challenging work, variety of tasks in job, realistic standards of performance, developmental group assignment, job enrichment and freedom of judgement (Bergh & Theron, 2012) .
The study adopted Coetzee and Schreuder (2012)`s conception of employee retention to refer to initiatives taken by management to keep employees from leaving the organization, such as rewarding employees for performing their jobs effectively; ensuring harmonious working relations between employees and managers; and maintaining a safe, healthy work environment. The variables identified in Coetzee and Schreuder (2012) are construed in our model to relate to work design variables as identified. Therefore the theoretical model for this study is constructed to depict the relationship between work design variables and employee retention as shown in figure 1.
Figure1: Schematic Diagram of the Research Framework

Research Objectives
• To identify work design variables that contributes to proper employees `retention;
• To investigate the impact of work design on employee retention and ;
• To explain how work should be redesigned to improve employee retention.
• To give recommendations regarding possible work design strategies that can improve employee retention in these mentioned sectors.
Research Hypothesis
It is important to note that for the purpose of this study only use of own imagination, job design, job description, control of work schedule, challenging work, variety of tasks in job, realistic standards of performance, developmental group assignment, job enrichment and freedom of judgement are construed as work design variables. Therefore the hypothesis formulated for this study is stated as: H0 : There is no significant relationship between work design variables and employees' retention. H1: There is a significant relationship between work design variables and employees' retention.
Research Methodology
A quantitative research approach was used. The researchers used a quantitative approach because, as noted by Kabungaidze, Mahlatsana and Ngirande (2013) , quantitative research design allows the researcher to answer questions about the relationships between measured variables with the purpose of explaining, predicting and controlling certain phenomena. The study population consisted of both male and female employees from Manufacturing, Wholesale and Retail, Banking and Finance and Others industries in the city of Polokwane, South Africa. The total size of the population was 244(N=244). Using the RaoSoft sample size calculator, a minimum recommended sample size of 150 respondents was obtained. The respondents were selected using a simple random sampling method. A self-administered questionnaire was designed using existing instruments as well as information which emerged from the literature. The questionnaire consisted of three sections namely the Biographical and occupational data section, work design variables section and employee retention variables. The Biographical and Occupational Data Questionnaire was constructed by the researchers to tap information relating to certain key biographical and occupational variables relating to the respondents such as age, gender, educational qualifications and type of industry. This information was used mainly for a description of the sample.
Work design variables were identified from literature and a 5-point likert scale was designed by the researchers. Responses to each of the10 items were rated with anchors labelled: 1 = strongly disagree, 2 = disagree, 3 = neither agree nor disagree, 4 = agree, 5= strongly agree. The reliability was tested using the Cronbach Alpha coefficient and a coefficient of 0.74 was achieved, hence the reliability of the instrument can be assumed based on Cooper and Schindler (2008) 's argument that any coefficient above 0.70 implies reliability of the instrument.
Items on employee retention were adopted from the intention to leave questionnaire developed by Cowin (2002) . Responses to each of the six items were rated using a 5-point Likert scale with anchors labelled: 1 = strongly disagree, 2 = disagree, 3 = neither agree nor disagree, 4 = agree, 5= strongly agree. The alpha coefficient for this six-item scale has been 0.96 in previous studies.
In administering the questionnaire, the following procedure was followed:
• The researchers personally requested the Human Resource Director of each industry for permission to distribute the copies of the questionnaire. Questionnaire distribution was done in such a way as to cause no disturbance to work performance.
• The researchers distributed the questionnaire to the respondents during breaks (e.g. lunch time) and also ask the respondents to deposit completed questionnaires in a locked box located in the Human Resource Department where they will be collected after two weeks. A covering letter assuring the prospective respondents of anonymity and confidentiality was accompanying the questionnaire. This covering letter also informs the prospective respondent what the study was about and ask him/her to respond to the questionnaire voluntarily. The returned questionnaires were inspected to determine their level of acceptability. They were coded. The data was transferred to an Excel sheet. A statistical computer package, Statistics Package for Social Sciences (SPSS) version 20.0, was used to process the results. Descriptive statistics (e.g. means and standard deviations) were used to describe the data in summary form. Pearson product-moment correlation coefficient was used to measure the relationships between the variables, i.e. between work design and employee retention). Regression analysis was also being carried out to assess the relative contribution of the independent variables to the dependent variable.
Results and Discussion
This section presents a summary of the findings of the study, whose primary objectives is to investigate the impact of work design on employee retention. This section will begin by presenting the demographic statistics of the respondents. This will be followed by the results on work design variables. Results of the correlations analysis will then be followed by the results of the regression analysis. It is important to note that for the sake of brevity; only outstanding finding will be discussed in detail.
Descriptive statistics
Response rate
A hundred and fifty (150) questionnaires were distributed to randomly selected respondents. Out of the hundred and fifty (150) distributed, a hundred and sixteen (116) usable questionnaires were returned. This indicated that a response rate of 77.3% was achieved. This was considered sufficient enough to continue with the analysis of the data. This is in line with Bryman and Bell (2011:234) who posit that response rates above 60% are acceptable in business research. Table 1 presents the demographics statistics of the sample. Majority of the respondents, 58.62% were females while 41.38% were males. This could be aligned to the population statistics of South Africa where females constitute the greater portion (52%) of the population. In terms of the age, 44.83% of the respondents were in the age group 36-45 years, followed by the age group 21-35 years with 27.59% respondents. This shows that the samples comprised of mainly the youth and the middle ages and these are the age groups were labour mobility is highly pronounced (Andersen et al., 2008) . In terms of the educational levels of the respondents the majority of the respondents (35.35%) had a bachelors' degree. Respondents with matric certificates and diplomas were 25.86% and 27.59% of the sample, respectively. Respondents with a postgraduate certificate (11.21%) constituted the lowest portion of the sample. With respect to type of industries, the wholesale and Retail industry (40.52%) constituted the majority of the respondents. This was followed by the banking and finance industry with 33.62%. The manufacturing industry and other industries were 18.97% and 6.89% respectively. The simple randomly sampling technique was used in selecting the respondents; therefore the sample may be regarded as representative of the population under study (Bryman & Bell, 2011) .
Demographic Statistics
Work Design Variables
Ten (10) work design related variables were identified for empirical investigation from the literature review. The results of the empirical investigation are presented in Table 2 . 
Use of own imagination
The majority of the respondents, 68.10% (i.e 17.24% SA plus 50.86% A) agreed that their work allows them to use their own imagination. Only 18.10% of the respondents were of the view that their work does not allow them to use their own imagination, while 13.79% were not sure. Employees, especially knowledge workers, need to do work that will allow them to think outside the box. The findings of the study show that employees were generally content with the way their jobs allow them to use their own imagination.
Variety of tasks in job
In statement Eight "I am satisfied with the variety of tasks in my work", the responses show that sixteen (13.79%) respondents strongly agreed and fifty two (44.83%) agreed with the statement. Eighteen (15.52%) were uncertain, while nineteen (16.38%) disagreed and eleven (9.48%) strongly disagreed. Variety of tasks and duties is a very important contributor to work satisfaction and consequently retention. The responses show that most respondents were satisfied with the variety of tasks in their work, which implies that organizations are doing well in terms of work structuring and providing work that requires employees to be engaged in different tasks.
The findings are supported by Kochanski and Ledford`s (2001) survey which affirms that variety of tasks yield more significant predictors of retention than any other type of reward, followed by training opportunities and an employee`s relationship with his or her supervisor.
Realistic standards of performance
For statement number nine "Standards of performance for my work are realistic", the responses show that nineteen (16.67%) strongly agreed with the statement and sixty (52.63%) also agreed with it. Twenty (17.54%) were uncertain and, fifteen (13.16%) disagreed with the statement. Performance standards serve as a motivator in terms of the targets and objectives that employees should strive to achieve. When set with the employees' full participation, performance standards play a crucial role in encouraging employees to remain with an organization. The results show that employees were satisfied with the performance standards in their organizations.
Job Enrichment
Job enrichment is the vertical loading off an employee's job to make it more challenging, interesting and to provide opportunities for responsibility, growth and recognition (Riggio, 2009) . In response to the statement on the involvement of employees in job enrichment and enlargement, forty eight (42.48%) respondents agreed with the statement, while nineteen (16.81%) were uncertain and forty six (40.71%) disagreed with it. The results reveal a small margin between those who agreed and those who disagreed. However, considering the responses on other factors such as job sculpting, control of work schedule and variety of tasks in job, most respondents were satisfied with them. It can therefore be recommended that organizations be more open about these exercises to employees and get their suggestions to minimize uncertainty. According to Taylor (2005) job enrichment involves raising the level of responsibility associated with a particular job by allowing employees a greater voice in the planning, execution, and evaluation of their own activities. Although similar to job enrichment, job enlargement does not raise the level of responsibility associated with the work, but rather allows the employee take on additional, varied tasks in an effort to make them feel that they are more valuable members of the organization. One study of enlarged jobs found that that they led to greater employee satisfaction, improved employee initiatives which in turn result in employee retention than those of persons in non-enlarged jobs (Riggio, 2009 ).
Job Design
For statement Eleven "Job sculpting /design practices are complementary to my career life interests" Sixty one (53.51%) agreed with the statement while twenty eight (24.56%) were uncertain. Twenty five (21.93%) disagreed and two did not respond to the statement. Well-designed jobs determine employees' satisfaction in relation to their deeply embedded life interests. Deeply embedded life interests do not determine what people are good at but rather drive what kind of activities make them happy. The results show that most respondents were satisfied with their work structures. The findings are supported by Kochanski and Ledford`s (2001) survey which affirms that there is a signicant relationship between the way a job is designed and worker
Control of work schedule
In response to statement Twelve, "I have adequate control of my work schedule", Nine (7.89%) strongly agreed and sixty three (55.26%) agreed with the statement. Eighteen (15.79%) were rather uncertain of the degree of control they had over their work. Seventeen (14.91%) disagreed and seven (6.14%) strongly disagreed with the statement. Rather than being slaves of their work, employees want to have control over the activities of their work. The results show that the majority of respondents were content with the control they had over their work activities. I support of this, in their findings, Hurd, Barcelona, and Meldrum (2008) pointed out that effective use of extrinsic rewards such as control of work schedules, can increase an employees` job satisfaction and in turn increase his/her desire to continue being part of the organization.
Freedom of judgment
As to whether employees were at liberty to use their own judgment when performing duties, eighty (70.17%) respondents agreed with the statement while eleven (9.65%) were uncertain. Twenty three (20.18%) disagreed with the statement. The results clearly indicate that employees were content with the amount of autonomy they have in their organizations. The results are supported by Patriota (2009) who pointed out that employees are much willing to stay with the organization when they are allowed to have significant autonomy and control over their work.
Job Descriptions
Statement fourteen, "Jobs are explicitly described to make employees aware of the skills and performance requirements of each job", seventy three (65.04%) respondents felt that their jobs were indeed properly described while twenty four (21.05%) were uncertain. Seventeen (14.92%) disagreed with the statement. Job descriptions eliminate role ambiguity, which can cause stress, and, state precisely what is expected of an individual. Job descriptions also enable employees to understand skills requirements for different positions. This acts as a guide for employees in skills acquisition and career planning. The results show that respondents were content with the descriptions of their jobs in their organizations. In support of this, Ruth and Media (2013) confirms that a clear job description is a reliable predictor of employee retention in any organization.
Developmental group assignments
In response to statement fifteen "Individual and group assignments are developmental", nine (7.76%) respondents strongly agreed and forty five (38.79%) agreed with the statement. Thirty four (29.31%) were uncertain while twenty one (18.10%) disagreed and seven (6.03%) strongly disagreed with the statement. Employees use assignments to improve their performance, share and gain information and knowledge with other group members. Considering the results, the uncertainty and discarding of the statement by respondents may be due to lack of explanation about the purpose of group assignments to employees or by poor selection of assignment candidates by managers or supervisors. However, a substantial proportion of respondents were content with group assignments.
Challenging work
For statement seventeen "I am satisfied with the extent to which my job presents challenging work", sixty nine (61.06%) respondents agreed with the statement while fifteen (13.27%) were uncertain about whether they get any challenge from their work. Twenty nine (25.66%) respondents disagreed with the statement. The result shows that the majority of employees were content with the challenge they get from their work. Providing challenging work is very important in retaining workers. The results show that organizations were doing a good job in terms of providing their employees with challenging work.
Correlation Analysis
The results of the study yields a statistically significant positive correlations with use of own imagination and variety of task in a job (r=0.723, sig. =0.000); realistic standards of performance (r=0.374; sig. = 0.000); job enrichment (r=0.309, sig. = 0.004); job design (r=0.357, sig. = 0.001) as well as control of work schedule (r=0.246, sig. =0.023). The findings of this research indicate that a realistic of standards of performance will increase an employees` job fulfilment/stimulation and as a result this will lead to employee retention. This is supported by the Insync Survey (2012) `s retention review results which revealed that people leave primarily because of the job itself (51%). Either they're not satisfied, they want more career and professional development opportunities, or the level of challenge (whether too high or low) did not suit them or at times they do not have any control over their work as well as their work schedule.
Variety of task in a job showed statistically significant positive correlation with realistic standards of performance (r=0,347, sig. =0.001); job enrichment (r=0.438, sig. = 0.000); job design (r=0.330, sig. = 0.002) as well as control of work schedule (r=0.227, sig. =0.037).
Realistic standards of performance yielded statistically significant positive correlations with job enrichment (r=0.361, sig. = 0.001); job design (r=0.493, sig. = 0.000); control of work schedule (r=0.404, sig. =0.000); freedom of judgement (r=0.298, sig. = 0.006) as well as job descriptions (r=0.428, sig. = 0.000). The results are supported by various studies which revealed that employees performing enriched jobs usually experience lower absenteeism and turnover. In turn this will result in improved employee retention (Griffith, Horn, & Gaertner, 2000; Rentsch & Steel, 1998; and Spector & Jex, 1991) . Research consistently demonstrates a relationship between job enrichment and control of work (Judge, 2003; Judge, Parker, Colbert, Heller, & Ilies, 2002) . Along with higher work control and freedom of judgement, employees performing enriched jobs usually experience higher job satisfaction and employee retention (Griffith, Horn, & Gaertner, 2000) .
Job enrichment showed statistically significant positive correlation with job design (r=0.308, sig. = 0.004) as well as freedom of judgement (r=0.269, sig. = 0.013). Statistically significant negative correlations were found between job enrichment and developmental group assignments (r= -0.282, sig. =0.009). In this case, the more group developmental assignments are given to employees, the less they fell enriched in their jobs. Research findings showed that tthose who receive fewer groups developmental assignments in their job feel more enriched in their job, are more committed to their organization and have higher levels of job satisfaction, according to a study of South African workers (Orpen, 2001) .
Job design showed statistically significant positive correlations with control of work schedule (r=0.330, sig. =0.002); freedom of judgement (r=0.216, sig. = 0.047) as well as job descriptions (r=0.417, sig. = 0.000). In support of these findings, a study by Batt and Valcour (2001) also found that flexible scheduling practices, freedom of judgement as well as a clear job description were all associated with lower turnover intentions.
Statistically significant positive correlations were found between job descriptions and control of work schedule (r=0.405, sig. = 0.000). Job descriptions also showed statistically significant positive correlations with freedom of judgement (r=0.278, sig. =0.010). This means that the more a job description is clear to an employee, the more one can have control over his/her work schedule. This will in turn result in an increased decision-making autonomy.
Challenging work showed statistically significant positive correlations with freedom of judgement (r=0.276, sig. =0.011). The findings of this research indicate that the more challenging the work is, the more an individual is likely to make his or her own decisions in solving problems. These results are consistent with Media and Kokemuller`s (2013) research which found that employees are more mentally stimulated when they take on authoritative, decision-making roles. This keeps them mentally focused on their tasks and the objectives of the company. Also, ambitious employees are more likely to stick with an employer if they are trusted to perform higher level duties. 
Regression Results
Ordinary least squares regression (OLS) of the work design variables were used to determine the magnitude and direction of effects of these variables on employee retention. The no intercept regression model was used in this analysis because all predictors have no possibility of being equal to zero so much that the intercept would not have any meaningful interpretation. The results of that analysis are shown in Table 4 . The model indicates that 64.8%% (RSquare=0.648) variation in employee retention (reten) is explained by the predictor variables. The Durbin-Watson indicates that the assumption of independent error is tenable since for these data the figure is 1.647 and is close to 2 (Durbin & Watson, 1951) . No incidences of multicollinearity are observed in the model since none of the variance inflation factors (VIF) are close to or greater than 5. The analysis of variance table shows that the variables in the model have a statistically significant effect on educational outcomes (F=13.638; Sig. =0.000). From the regression results presented in Table 4 , it can be noted that not all variables have a statistically significant effect on employee retention (reten). Statistically significant effects are observed on use of own imagination (OnIm) (t=3.055, sig. = .003); variety of tasks in job (Vtsk) (t=5.625, sig. = .000); realistic standards of performance (Rstd) (t=2.387, Sig. = .020); job enrichment (Jenr) (t=1.249, sig. =0.021) and freedom of judgement (Fjug) (t=2.663, sig. =0.019).
All the five variables (Onlm, Vtsk, Rstd, Jenr and Fjud) yield positive Beta coefficients indicating that they result in increases in employee retention. Therefore, at =0.05 level of significance, the study conclude that use of own imagination, variety of tasks in job, realistic standards of performance; job enrichment and freedom of judgement have a positive effect on employee retention. Thus: reten= + 1 Onlm + 2 Vtsk + 3 Rstd + 4 Jenr + 5 Fjud + E.
Based on the findings of this study we fail to accept our null hypothesis (H0) that there is no significant relationship between work design variables and employees' retention. Therefore this study provide reasonable ground to conclude that work design have a significant positive effect on employee retention.
Conclusion and Recommendations
The findings of this study set out to explore the work design variables that have favourable impacts on employee retention. Consequently these findings are of great value in providing directions on the discourse to finding solutions to effective career management practices for long term relationship/service between the organisations and their employees. The identified work design variables will not only foster employee retention for its own sake but rather will go a long way is saving organisations substantial amounts in the cost of labour turnover. For the employee, stability, job security and other positive financial, social and psychological are just but a few benefits that can be derived from effective work design variables identified in this study.
Moreover the use of own imagination, variety of tasks in job, realistic standards of performance, job enrichment and freedom of judgement, the variables we found to have statistically significant positive correlations with employee retentions could also be investigated further to establish other benefits that could be derived from these practices. The study therefore recommended further studies to include other career management practices such as...... and their effects on employee retention, employee satisfactions and overall organisational success. Furthermore cost-benefit analysis of implementing these practices could a valuable area for future research.
